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EXECUTIVE SUMMARY 
PURPOSE 


The attached paper examines the implications of Affirmative 
Action for Manpower and puts forward for your consideration a number of 
recommendations for the implementation of Manpower's Affirmative Action 
Strategy. Because of the particular nature of Affirmative Action, the 
paper is divided into two sections. The purpose of the first section 
is to impart an understanding of systemic discrimination and Affirmative 
Action. The second section examines our mandate and consequential 
responsibilities of delivering the concept to the private sector and 
Supporting the private sector's Affirmative Action programs. The paper 
concludes with the recommendations and a plan of action. 


SYSTEMIC DISCRIMINATION AND AFFIRMATIVE ACTION 
SE NE ACL LON 


The understanding of discrimination in employment has evolved through 
three stages in the last decade. Initially, it was seen as overt, isolated acts 
motivated by the prejudice of an employer. Secondly, it became evident thar an 
overt act of discrimination usually signalled patters of discrimination 
throughout that particular employment System. The patterns were often more 
subtle than the overt acts, but upon investigation it became clear there was 
unequal treatment where blacks and whites, women and men, Natives and non- 
Natives were similarily situated. The discrimination again resulted from 
the prejudices of the employer. 


Finally it became clear that employment discrimination was a far 
more complex and pervasive phenomenon. Experts in employment discrimination 
began to see that some employment practices while equal in intent and equal 
in application had a disparate effect on minorities and women. Further, 
these practices were not job-related; that is they did not nmecessari iy=predics 
the ability of the employee to do the job, and they could not be justified by 
business necessity. 


Systemic discrimination, then, can be defined as an employment system 
which operates to exclude women and minorities without being justified by the 
appropriate job-relatedness or business necessity... Livisunot) the result of 
an employer's prejudice. It is the perpetuation of past discrimination through 
seemingly neutral employment practices. 


An Affirmative Action vrogram is a comprehensive program undertaken by 
an employer to remedy systemic discrimination and is itself as diverse as svstemic 
discrimination. The employer who adopts an Affirmative Action program will examine 
his work force for underutilization of women and minorities relative to their 
representation in the work force and for the over-concentration of those individuals 
in certain sectors of his establishment. Through Affirmative Action he will 
substitute the discriminatory systems with alternative Systems having a lesser 
race and sex impact. ike other company programs, it is result-oriented with 
yearly targets set in hiring, training, and promoting qualified or potentially 
qualified target group menbers. 
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DEPARTMENTAL MANDATE 


The UIC Act, Section 140(2)(b) is being amended to enable 


Manpower to give full effect to Affirmative Action. 


The consequential 


amendment is included in both The Human Righcs Bill and the Employment 
and Reorganization Bill. It will be carried by the first Bill to be 


proclaimed. 


The existing mandate includes: 


1. A May 1975 Cabinet Decision which stipulates that measures 
be taken to integrate those in need of special assistance through the attacking 
of job barriers, job creation, programs aimed at countering the effects of group 
discrimination, Affirmative Action, and encouragement of the participation of 
women in the labour market. 


2. At the Nevember 1975 Manpower Policy Council meeting the 
following decisions were taken: 


1) 


2) 


3) 


4) 


5) 


That stafr training material be developed 
for field employees in anticipation of the 
passing of The Human Rights Bill. 


That we tilt our own programs, policies and 
services so as to redress imbalances in levels 
of services, in favour of disadvantaged groups. 


That, on our regular programs of visits te 
employers, employer associations, unions and 
professional associations, we promote the 
concept of Affirmative Action. 


That a Manpower Affirmative Action Secretariat 
be established to guide the implementation of 
Affirmative Action throughout the Department. 


That the Department undertake a feasibility 
Study on means to encourage companies entering 
into contracts with the government to take 
pesitive action to improve the positions of 
members of Affirmative Action target groups. 


3. In February 1976 Cabinet directed that the Federal 
Program be launched to promote the voluntary adopticn of Affirmative 
respect to the employment of women by those industries benefitting from federal 


contracts and by Crown corporations. 


Immigration progran. 


COncreces 
Atteone we 


This is a joint Labour/Manpower and 
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RECOMMENDATIONS 

The recommendations and plan of action are briefly outlined 
on pages 12 to 16. 
APPENDIX 


An outline of the essential features of the Federal Contracts 
Program is contained in Appendix I. . 
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PREPAC 


This paper will draw on the American experience with discrimination 
in employment and with the development and administration of programs on 
Arfirmative Action. While there is little argument against the utilizacion 
of foreign technological or seientific developments, there is often a 
reluctance to employ American approaches in socio-economic policy and 
program development. That reluctance is usually well-founced, particularly 
in the area of social and cultural policy development. But it would be a 
grave error to ignore the American post 1964 Civil Rights Legislation era 
in the development of our™programs ‘om AtgicmacivevAction? eiihertethnical 
knowledge on unintentional discriminatory employment practices that has 
accrued over the past decade will prove invaluable to us. While we do 
not have the legislation to enforce Affirmative Action programs nor the 
desire to do so, it would be foolish to ignore the court decisions which 
were based on expert analyses of employment practices. We cannot afford 
to repeat the errors in administering Affirmative Action that the Americans 


are now trying co comrecc. 


By examining the American experience and learning from it, we caa 
look forward to programs on Affirmative Action that will help us and emplovers 
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rid the Canadian employment system cf the vestiges of past discrimination. 
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INTRODUCTION 


Section 140(2)(b) of the UIC Act is being amended to enable 
Manpower to give full effect to Affirmative Action. The consequential 
amendment is included in the revision of the Act (Bill C-27) and is now 
Section 139(2)(b). The amendment is also included in the Human Rights 
Bill (C-25) ... lt reads as.tollows . 


"Paragraph 140(2)(b) of the Unemployment Insurance Act, 
1971 1s repealed and the following substituted therefor: 


"(b) ensure that in referring a worker seeking 
employment there will be no discrimination on 

a prohibited ground of discrimination within 

the meaning of the Canadian Human an Rights Act 

Or, because Ofspolttical aftiitarion, but 

nothing in this paragraph prohibits the 

national employment service from giving 

effect to (i) any limitation, specification 

or preference based on a bona fide occupational 
recuirement, or (ii) any special program, plan 

or arrangement designed to prevent disadvantages 
that are likely to be suffered by, or to eliminate 
or reduce disadvantages that are suffered by, any 
group of individuals when those disadvantages would 
be or are based on or related to-the race, national 
6r é€thnic originj¥colour; “religion; ages; sex; “marital 
status or physical handicap of members of that group 
by improving opportunities respecting employment in 
relation to such group If that special program, plan 
or arrangement is one that is not a discriminatory 
practice within the meaning of the Canadian Human 
Rights#Act by vircue of section’ 15 "thereof." 


Both Bills have been tabled in the House of Commons. In order to develop a 
national strategy on Affirmative Action it is important that the concept is 
accurately defined and uniformly understood. 


The Department of Manpower and Immigration has taken numerous special 
measures to promote equal employment opportunities for minorities and women. 
These measures are often referred to as Affirmative Action. This is a misnomer. 
Training twenty Natives to be hired for jobs in an aluminum plant is not 
Affirmative Action; it is a special measure. The Natives might be left at - 
the entry level jobs or follow promotion paths different from similarly situated 
non-Natives. An Affirmative Action program would eliminate employment barriers 
for Natives not only in hiring but in all aspects of the plant's employment 
practices. 


Affirmative Action in employment is a comprehensive plan adopted 
by an emplover to remedy systemic discrimination. To understand Affirmative 
Action, the remedy, one must understand the problem, systemic discrimination. 
Affirmative Action is as diverse as the forms of systemic discrimination. 
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Employment discrimination used to be viewed as a series of 
isolated, overt acts which were expressions of an individual's or an 
organization's ill-will. In the course of the last decade experience 
has shown employmer.t discrimination to be a far more complex and pervasive 
phenomenon. 


"Experts familiar with the subject generally describe 
the problem in terms of “systems" and effects" rather 
than simply intentional wrongs...the literature is 
replete with such discussions as the mechanics of 
seniority and the lines of progression, perpetuation 
of the present effect of past discriminatory practices 
through various institutional devices....In short, the 
problem is one whose resolution in many instances 
requires not only expert agsistance, but also the 
technical perception that the problem exists in the 
fiySteinscances ss 2 


The "technical perception" becomes clearer when the three stage evolution of 
the concept of discrimination is examined. Post 1964 Civil Rights Legislation 
agencies of the United States found that discrimination exists not only as 
overt acts but in fact pervades the whole employment system. 

Stage One: Il1-Will” 


~s 
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In the first stage, discrimination was seen as only isolated, distinguishable 
events which were caused by ill-will. The "events'' were dealt with on a case by 
case basis. The complaint lodged could validly be taken as a statement about the 
employer as an individual. 


Stage Wee Waycreehaars 


As experts gained more experience they soon realized that if there 
was a case of overt discrimination in one area it was also evident in other 
areas of the employment system. At this second stage investigators began to 
see patterns andrpractices ofudiscrimination.. They tocused on identityin 
those areas where blacks and whites, women and men, Natives and non-Natives 
were similarly situated but were unequally treated. The focus was still on 
the intent of the employer. 


1 U.S. Senate Committee on Labour and Public Welfare 


(Senate Report ©2-415, October 28, 1971) p.5 


2 Peter C. Robinson, Defining Discrimination, unpublished document. 
The writer's thanks go to -Mr. Robinson, Director, Office of Federal Liaison, 
Equal Opportunities Commission, Washington, D.C., for sharing his invaluable 
Manuscript, which reflects over ten years experience as an attorney in the 
area of employment discrimination. Much of this:section is taken from his 
manuscript and from discusssions with him and his officers. 


ud 


4 


Capa oT eA eSeape tes 7 
perterts e dein ene 16 


" % dow by ai ’ hilt | ale 
Bre: iP aes: yer hte aes | 
3eie 67 br0s! 58 Bhi tie y 

4 exiepes ke. aH reek 


es 8 


iM Bolicdout st ae. ware, wie i “lea ert us 
TORE LANE Cee ROA Po. 4 ries ae 6 ch aa ‘boe - 


E Ur inethinees) Geese Be Sete dene B oi 


‘ “1 ry a wel selene, & ' ea} : o 
is Oa. Alias ovat link Ps Tee “aie Lb Fiske 
ie , - imieD b.. P 2 oh : : 
eh. WHS At et Te 2 ¢. he by ales KO. Jos va aa. 7 .F no 
vr 4 i » « » ® » _— sapids : ' , 
ete) |, PRE conte chee 2G) aastaeey ee. 
"eo a). i | ‘uv nr = é in ‘rc eF ) ee we ¢ - ’ Dah ny 
; “sy N hee ant ie : fie Mit 4 : 
e Pe a iH) ota pe s 
o' Vy new eT Ss Sf Pe 7 : 
( F ¢ A 
= » 2 , - ts hey Ppt Fy ta ee r, s9" a 
ar c ". Sapere 3 Cerra Serko os wees: ety 
st Set yan wetate. Sasial afr Se veloneay. 
‘e a i ' 14) ; hi hel Tua’ ai a4 iy 47 ied 77 ‘ * ASA | 
‘ 
J 7 
2482 Le nt 3 
ipl 6 ii—aaegs 
4? b 6 2 ped.) I 2 
: . ; pet bY tom : aa cath Bir 
oe F pet ay se ; i £2860 eee 
‘ 
ebausvcoo i Qh ewes vee 
e ot s : i ef 
BF: II i Pes Sass 
A ‘ ; 7 
j ‘ se As Ta eps Lenlek, gesagcd- cA 
’ af . 
: a 4 j i yt Sobsadte@rsrhs tent: 30 wets & eae - 
: os - : ee 7 
4 | ) so ra | a +? ae am YR i Pk La & a8 » 
bj ; } ' : Pe Ee 2 e e560 5E55 Oe Sari: cas 
¢ Qe oat — =) 0 ee & a ® 
- net Agi = ee 4 m 4 : . é j ~y\* ‘4 
yo =i Roe Dek. (renter RS ee SAC OPAC, ae Coe OP ss | 7 


4 


() aay ase ant edo ds Vi lpedpne 8248 Sc0 Gbtapestt. wireitc): esey : 
: Ss ae oni vo Taw ih ale 
: : " | 

. hme ee wee im aN et ee 

. atopic) Arig, ena spied 9 sing iti a : tials i 7 : 
bg NESRE JOS tadat en 7. tte-b” Song inten mn Ls ; 
, EN ey ie a 
; ; yi OMAR On tell Guten. 50 59 seb eee Lagh eth robs Logi fed -* x8 
. AS<3d° Gevoosi ps wo Eta SI Sem Sf se ean Pe = im Sess tee 
ates Movil eid gar ioge gel, i owe pybice Pay ir IRE 

ste ne ee fa Lith’ ba oom Rogie aie eames 
: a eddie ind) 9d me aduee! stats fon sad, yi ab 


4 pias oe: a a ; Parsee 


At the second stage, discrimination would be identified in a 
training system, for instance, which allowed a smaller proportion of wonen 
than men or a promotion line which would promote whites into semi-skilled 
positions and blacks into non-skilled positions. 


Stage Three: Consequences 


Finally, it became evident that many employment practices unwittingly 
perpetuated past discrimination and operated to freeze the status quo. Experts 
in employment discrinination bagan to see that some employment practices while 
equal in intent and equal in application had a disparate effect on minorities 
and women. Further, these practices were not job-related, that is, they did 
not necessarily predict the ability of the individual to do the job. As well, 
those practices cculd not be justified as a safe and efficient operation of 
the business. 


Systemic discrimination, then, can be defined as an employment system 
which operates to exclude minorities and women without being justified by the 
appropriate joo-relatedness or business necessity.3 

A few examples of systemic discrimination might clarify its meaning: 

(a) Word of Mouth Hiring and Training - An employer 

who relies on the word getting around that there 

is a job opening is certainly not intentionally 
discriminating. But since most jobs are held 
by white males, Ted will tell Fred who will tell 
Joe a job is available. No one tells Susan or a 
Native or a Black. Similarly, within an employer's 
establishment a knowledge of training’ courses 
available would rely on word of mouth, if there 
was®a lack of formal -communicationa) Hiiseingomoal 
system has been shown to exclude women and minorities.4 


(b) Testing - The American courts found that most tests 
measured the person in the abstract, ana not the person 
for the job. The courts decided that tests must be a 
reasonable measure of job performance - they must measure 
the ability to learn a particular jcob,ormicategory of) jops* 
Almost all aptitude tests and verbal exams of any type 
have been fcund to disqualify a disproportionately large 
number of minorities through cultural bias. 
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Peter Robinson.) (Didsje tome 


: CUPE, Equal Opportunity at Work, a CUPE Affirmative Action Manual, 


(Ottawa, 1976)" 5. 109 
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In the third stage investigators no longer focused on the intent 
of the exployer. They examined the system by its results for systemic 
discrimination. They would examine statistics to find: 


(1) if particular employment standards excluded a 
higher proportion of minorities than the majority 
group; 


(2) 4f the composition of the work force reflected 
restrictive or exclusionary practices. 


Once the discriminatory aspect of employment practices, procedures 
or tests was identified, the goal would be to find an acceptable alternative which 
would accomplish the business purpose with a lesser differential race or sex 
impact. 


' By now it should be obvious that discrimination exists where an 
employer has fewer Natives because fewer Natives have a high school diploma 
and are excluded by a diploma requirement which is equally applied to all. 
Given that the diploma was net job-related, if you do not find discrimination 
here, then you are still looking only for overt or unequal treatment. 


The elimination of the historical overt unequal treatment leaves the 
employer in a position where he is not discriminating (stage one or two) but 
where his passive failure to change his present neutral system constitutes 
discrimination.5 The employer who decides to affirmatively change his systen 
adopts an Affirmative Action program. He will examine his work force for 
underutilization of women and minorities relative to their representation 
in his geographical area and for the over concentration of those individuals 
in lower paying sectors of his establishment. Through Affirmative Action he 
will substitute the discriminetory systems with alternative systems having 
a lesser race and sex impact. 


The advantage, if you will, of reaching a stage three understanding 

of discrimination is that Affirmative Action no longer appears as "discrimination 
in reverse". It becomes understood as an action do undo a historical preferential 
system which has institutionalized imbalances in the labour market. As well, the 
intent of the employer, who is not engaging in overt or unequal treatment but 
whose work force reflects systemic discrimination, is no longer in question. 

In working with employers this technical perception of discrimination is necessary 
to diffuse a situation where his reaction would be very defensive. 
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AN AFFIRMATIVE ACTICN PROGRAM 


Affirmative Action then is a comprehensive program undertaken by 
an employer to remedy systemic discrimination and is itself as diverse as systemic 
discrimination. In line with current management principles, an Affirmative 
Action program is carefully designed’ to fit each industry's particular needs. 
Like all other company goals, it is result-oriented with yearly targets set 
in hiring, training and promoting qualified or potentially qualified’ target 
group members through systems offering tne same opportunities as similarly 
Situated non-target group members. 


An Affirmative Action program has certain basic steps: 
I. Preliminary Analysis 


An analysis is made of internal employee data on 
the basis of Minority and irae excployment by 
department and job classifications, salary level, 
education walenorn vot service, etc, to 2tdencaty 


areas of under-utilization and over-concentration. 


An analysis of external data is made to find the 
percentage of women and minorities in the total 

population area and their representation in the 

relative labour force. 


If the results show evidence of systemic: discrimination, 
an Affirmative Action Program is adopted. 


The AntoeetlvesActton 22g 


A. A senior exacutive with authority to implement 
changes, is identified as responsible for the 


program. 
B. Unions “are consulted totenlistetieir support: 
Emplovees are informed and included in the 


planning of the orogran: 


C. Goals are identified and timetables are set to 
improve the employment status of minorities and 
females. 


D. The entire employment system is reviewed to 
identify barriers to equal employment opportunity. 
These aress are reviewed: 


Abe Recruitement 


2. Selection: feb requirements. Job descripti on: 
standards, procedures, testing, interviewing, 
application forms. 


G 


a 2 
* 


aos 2! ae i" 
oe 


e) ' 
ba ] tea - 7 abe be 
7 ; ‘ awry 
= i a 2 Fi J * 
At oe oe 


4: 

a nw 
‘ 
“¢ - a 


compas ane ae * 


cease s25¢s> Jet , ka 
(ime tecese2, Sang , etwse ae 


a 7 : 7 a = 7 
7 a) am 6 Soe — a Py ae 7 sal ets f a ee © ee Ve BO 


Spm OOUMICYe SVS Cems Tainineerory Tatera 
and oregressional positions, assignments, 
transfers, seniority, promdtions. 

4. “age and Salary Structure. 

5. Benefits and Conditions of Work. 


6. Layoft, recall, termination, demotion, discharge. 


7. Union contracts affecting the above vrocedures. 


E.° Aiternative practices and procedures are adopted to lessen the 
disperate=impace,  Cuclitiedior cosentiallycqueliried ‘arzer 
roup nembers within the existing work force and in the 
community are sought out and developed for fobs with increased 


responsipility or promotion potential. 


| 


An internal monitor and feedback system is 
evaluate the progress in each aspect of the 


Feci component of this ae tk eeabe Accion program could be explained at 


length and examples ziven of the discriminatory mature of sesnmingly neutrea 
Dtactices. There ere mulccple guneee. or remedial approaches taken in 
Affinaative Action srograms: brides positions, lateral rnatntag lenetto vend 
reserve recruitment, etc. etc. Whac should become oovious is that Re aes 
Action is a complex endeavour and is much more technical than a series of 
special measures. 
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IMPLICATIONS FOR MANPOWER 


Ty - Authorities to 'baunch Affimrmative*Action 


Cabinet and Departmental Decisions 


A. A May 1975 Cabinet Decision relates to Affirmative Action in that it 
stipulates that measures be taken to integrate those in need of special 


assistance by: 


1) attacking barriers to employment in 
employers' establishments; 

2) SjobVeréation® : 

3) government programs aimed at countering 
the effect of group discrimination; 

4) Affirmative Action; 

5) encouraging the participation of women 
in the labour market. 


Bs At the November 1975 Manpower Policy Council meeting the following 


decisions'.wére taken: 


1) That staff training material be developed 
for field employees in anticipation of the 
passing of The Human Rights Bill. 

2) That we tilt our own programs, policies and 
services so as to redress imbalances in 
levels of services, in favour of disadvantaged 
groups, 

3) That, in-our regular orogremssotrvisits fo 
employers, employer associations, unions and 
professional associations, we promote the 
concent of Ariimmativer Action. 

4) That a Manpower Affirmative Action Secretariat 
be established to guide the implementation of 
Affirmative Action throughout the Department. 

5) That the Department undertake a feasibility 
Study on means to encourage companies entering 
into contracts with the government to take positive 
action to improve the position of members of 
Affirmative Action target groups. 


ey In February 1976 Cabinet directed that the Federal Contracts Program be 
launched to promote the voluntary adoption of Affirmative Action with respect 
to the employment of women by those industries benefitting from federal contracts 


and by Crown corporations. 


(For further information, see Appendix 1). This is 


a joint Labour/Manpower and Immigration program. 


Cabinet direction, MPC decisions and the imminent statutory authority 
through an amendment to the UIC Act give the Department a strong mandate to 


launch Affirmative Action. 


The Department will have two separate responsibilities 


in the development of programs and services on Affirmative Action. The first 
responsibility is to promote the concept to employers, unions, and the general 
public and to assist employers and unions in the adoption of Affirmative Action 
plans. This could be considered deliverv. 
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The second and consequent responsibility is to support the private 
sector initiatives through all Manpower programs and services and to make 
appropriate modifications in Manpower operations. 


LISneDELIVERY 


The United States, under the Federal Contract Compliance Program 
and the Equal Employment Opportunities Commission, has over fourteen separate 
federal agencies promulgating different Affirmative Action guidelines and 
offering different competencies, or perhaps incompetencies, in consultative 
services. This has caused confusion for industry aoe has been counter- 
productive to a fully successful program. 


Mr. Layrence Lorber, Director of the U.S. Office of Federal Contract 
Compliance, strongly advised Departmental officials: 


1. to ensure centralization or at least co-ordination 
of the federal approach to the private sector, and 


2. to use only trained, competent professionals. 
>) Pp — 


As Co-Ordination 


At the federal level our Department and Labour Canada have worked 
closely on the Federal Contracts Program. The aim has been also to maximize 
resources by avoiding duplication of services and activities. An Arfirmative 
Action logo, guidelines for employers adopting Affirmative Action for women 
and an audio-visual have been developed co-operatively. 

The Joint Steering Committee of the Federal Contracts Progrem hopes 
to continue collaboration through a broader approach to unions, professional 
associations and to employers not included in the Federal Contracts Program. 
The broader approach will include minorities as well as women. 


Effective linkage with other federal departments, provincial depart- 
ments and Human Rights agencies involved in Affirmative Action will be crucial 
for a unified approach to Affirmative Action strategy. This will entail 
significant regional involvement to ensure that our programs are in line with 
provanelal ‘pobiciés, to ace unnecessary duplication, and to ensure that we 
direct clients to only bona fide Arfirmative Action progran Some Human 
Rights Commissions, New Brunswick for instance, have Nise eed to endorse, 
and therefore monitor and evaluate Affirmative Action programs in order to 
protect employers from unnecessary litigation. By working closely with such 
commissions we can be assured of a quality control of employers’ programs. 


Co-operation with provincial governments is of eae importance 
to the Manpower Needs Sub-Committees on Training. Special measures in training 
programs in support of Affirmative Action will require provincial co-operation. 
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B. Affirmative Action Consultants 


The marketing of Affirmative Action is a complex endeavour requiring 
a professional and informed approach. It cannot be carried out by CMC Counsellors 
and should not be expected of them. To have any credibility with the private 
sector, consultants must have a knowledge of business practices, experience in 
human rights and labour legislation and a sound understanding of systemic 
discrimination, how to identify it and how to implement Affirmative Action. 
A Departmental training program will be essential to co-ordinate our own approach 
to employers and to ensure a common level of competence. Manuals, guidelines and 
other staff training materials will be required. Close co-operation with the 
Department of Labour in staff development and training is recommended to ensure 
co-ordination from the national level through to the regional delivery systen. 


ee mlareet Group Co-Ordinators 


Target group co-ordinators, e.g., the Native and Women's Co-Ordinators, 
should act as a resource for Affirmative Action Consultants. Their main 
responsibility would be to ensure continued response of the Department to the 
needs of their group but they would also explain the concept of Affirmative Action 
to target group members. They would act as a resource to the CMCs in the 
identification of potential target group referrals. Through the Affirmative 
Action Consultant they would advise employers as to particular artificial barriers 
to employment. They would also advise those emplovers adopting Affirmative Action 
about community support programs and target group organizations. 


D. Promotional Materitals 


The Affirmative Action Consultants will need promotional materials to 
communicate the concept to industry, unions, professional essociations. The target 
group co-ordinator will communicate with the target groups. How to reach all these 
target groups is important. Their needs are different and each requires specific 
information. Client Services Branch has submitted an information plan requesting 
funds for separate films and accompanying promotional materials for employers and 
unions. The film for emplovers would explain systemic discrimination in employ- 
ment practices, the remedial effects of Affirmative Action, approaches to 
Affirmative Action and benefits to be accrued from such plans. The film for 
unions would explain systemic discrimination in industrial relations, the remedial 
effect of Affirmative Action and the roies of unions in the adoption of the 
Affirmative Action concept. It would be advantageous to have CLC involvement in 
the development of this film. The information plan also included allocation for 
T.V. commercials and a brochure to sensitize the general public as to the need 
for Affirmative Action in employment. Each target group division of Client 
Services Branch also requested funds for audio-visuals to speak expressly to 
target group members about Affirmative Action and the part the groups would be 
expected to play in making such plans effective. 


Guidelines for employers adopting Affirmative Action for specific target 
groups will be an important component of a consultant's promotional materials. 
Such guidelines have already been developed for Affirmative Action for women. 
Client Services Branch divisions of Native and Handicapped Employment are develonin 
similar guidelines for their particular target group. The guidelines will be co- 
ordinated with the two films and the target group audio-visual. All promotional 
materials will carry the same logn. 
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B. Affirmative Action Consultants 


The marketing of Affirmative Action is a complex endeavour requiring 
a professional and informed approach. It cannot be carried out by CMC Counsellors 
and should not be expected of them. To have any credibility with the private 
sector, consultants must have a knowledge of business practices, experience in 
human rights and labour legislation and a sound understanding of systemic 
discrimination, how to identify it and how to implement Affirmative Action. 
A Departmental training program will be essential to co-ordinate our own approach 
to employers and to ensure a common level of competence. Manuals, guidelines and 
other staff training materials will be required. Close co-operation with the 
Departmenc of Labour in staff development and training is recommended to ensure 
co-ordination from the national level through to the regional delivery system. 


C. Target Group Co-Ordinators 


Target group co-ordinators, e.g., the Native and Women's Co-Ordinators, 
should act as a resource for Affirmative Action Consultants. Their main 
responsibility would be to ensure continued response of the Department to the 
needs of their group but they would also explain the concept of Affirmative Action 
to target group members. They would act as a resource to the CMCs in the 
identification of potential target group referrals. Through the Affirmative 
Action Consultant they would advise employers as to particular artificial barrier 
to employment. They would also advise those emplovers adopting Aff 
about community support programs and target group organizations. 
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D. Promotional Materials 


The Affirmative Action Consultants will need promotional materials to 
communicate the concept to industry, unions, professional associations. The target 
group co-ordinator will communicate with the target groups. How to reach all these 
target groups is important. Their needs are dirferent and each requires specific 
information. Client Services Branch has submitted an information plan requesting 
funds for separate films and accompanying promotional materials for employers and 
unions. The film for emplovers would explain systemic discrimination in employ- 
ment practices, the remedial effects of Affirmative Action, approaches to 
Affirmative Action and benefits to be accrued from such plans. The film for 
unions would explain systemic discrimination in industrial relations, the remedial 
effect of Affirmative Action and the roles of unions in the adoption of the 
Affirmative Action concept. It would be advantageous to have CLC involvement in 
the development of this film. The information plan also included allocation for 
T.V. commercials and a brochure to sensitize the general public as to the need 
for Affirmative Action in employment. Each target group division of Client 
Services Branch also requested funds for audio-visuals to speak expressiy to 
target group members about Affirmative Action and the part the groups would be 
expected to play in making such plans effective. 


Guidelines for employers adopting Affirmative Action for specific target 
groups will be an important component of a consultant's promotional materials. 
Such guidelines have already been developed for Affirmative Action for women. 
Client Services Branch divisions of Native and Handicapped Employment are develoninz 
similar guidelines for their particular target group. The guidelines will be co- 
ordinated with the two films and the target group audio-visual. All promotional 
materials will carry the same logn. 
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Our involvement with Affirmative Action will require a number of 
changes in Departmental operations. The general direction of these changes 
and new mechanisms will be outlined briefly below. Under the title of 
Recommendations a two-step action plan will outline the operational steps 
necessary to implement such a new strategy. 


AwrtGabour Market. Inforcation 


Taproved labour market information must be made availiable to exployers 
to assist them to identify incerested and qualified or potentially qualified 
target group members. Departmental officials have discussed Affirmative Action 
with twelve major Canadian corporations with regard to the Federal Contracts 
Program. Numerous other companies have approached the Department for guidance 
in developing of Affirmative Action programs. The companies have consistently 
requested better information on the availability of qualified or potentially 
qualified target group members, usually women and Natives. 


Sa tases 


Byiivirtuenor section yl5, 0b. tnestuman aichts -ct the slenartment can 
give preferred treatment to target groups in our various training programs. 
Special measures, whether new training pregrems in preparation for new industrisl 
developments, or changes in the training regulations could be ¢t 
the’ numbers soriwomen ‘and minortitiessiniour programs.y SCMITe is 

h 


ideal tool for consultants to use as incentive to employers who implement 
Arfirmative Beceens Co-operation with the provinces thus 1s necessary to 
allow the realization of the intent of Section) [5 of the Human Rishts sic 


and the PEA neat. amendment to the UIC Act. 
C.9, Etamination..o2: Manoower Programs and Services 


i fMand rogram CS an 
An examination of Manpower p Sip Serve Ces Cesc s d 
is necessary to uncover any other areas where we ourselves perpetua 


discreminatton.ws One owe counsellor recently pointed to an example Systemic 
discrimination injour, CMiP where 4 grade 10 educetionsis: redusred: his 


ent had been a welder for a number 
Ising. Unfortunate. 7. s.c0r0UEn he was 
ceive the training es ne had only a 


serves to exclude Native people. His cli 
Of years and needed the aporopvriate lice 
already a capable welder, he could not re 
grace six education. 
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Affirzative Action at the CMC level wiil Constitute a major change in 
CMC operations. Commitment to the Affirmative Action concept by Menpoewer 
Managemenc and a full-understanding of the concept by CMC counsellors are necessary 
prerecuisites to successful "delivery of the program. Educational materiais, (tus 
distribution of can) Ariiveacive Action brochure and presentation of, an. cudso-v sua. 
would necessarily, pe one of the firse oriorities 2n the) taolemencation orfvcus 
At tirmative Action (stratery. 
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CMCs will have to ensure that referrals are made only to bona fide 
Affirmative Action Programs. The validity of these programs can in most cases 
be checked with the provincial Human Rights authorities. It would be advisable 
to maintain up-dated registers of Such programs at each CMC, Managers may wish 
CoO appoint one individual responsible for Affirmative Action. He or she would 


maintain CMC registers and would maintain contact with the regional Affirmative 


Action office or Affirmative Action Consultants. 


E. Affirmative Action Target Grouvs 
ee aa eae ae aE a eR nara epee ee ope gE 


It is strongly reconmended that the target groups be kept to a minimun. 
The purpose of Affirmative Action is to redress imbalances unravourable to 
minorities and women. The tendency is to expand the target groups until almost 
all members of the labour force are included by religion, race, ethnic origin 


and so on. This dilutes the effects of Affirmative Action to say nothing of 
the administrative problems it creates. 


In line with national goals it is recommended that this Department 
identify Natives, women, and the handicapped as target groups on the national 
level. At the regional level, it is recommended that one other group be 
included to account for particular socio-economic needs of the Deeion,. e..24) 
the Blacks in Nova Scotia. It would be incumbent upon the regional Affi=mativea 
Action offices to look to the National Affirmative Action office for guidance 
in developing the appropriate guidelines, promotional Materials, training and 
so on for that particular group. j 


F. Danger 


If we develop a strategy for Affirmative Action, it will by necessity 
be a comprehensive program affecting the whole network o6f Manpower programs and 
Services and requiring the development of some new mechanisms. The risk run in 


going only half way is that of Creating greater problems for those groups 
suffering from discrimination. 


A poorly administered program in the United States has created mis- 


understanding of the goal of Affirmative Action and has resulted in many instances 


Of backlashny ™ with misunderstanding will come allegations of "discrimination in 
reverse) sand) urtaireqtocas |. wha chuinsturneworldt noe only erode good intentions 
but would also result in heated feelings of prejudice and discrimination. Any 


compromise in the develonoment of this strateecy is a compromise of the rights of 
ee eS 


Canadian minorities and women. The choice is between a professional competent 
ee eee 


delivery supported totally throughout our programs and services or no program 
at all. 
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1978-79: Proeram Year 


Up to 10 man-years per region would be allocated as Affirmative 
Action Consultants. Those individuals would receive special training which 
would have been developed in the pilot year. In the second quarter of the 
year they would assume their positions working out of the regional Atfirmative 
Action offices. Their responsibility would be to promote Arfirmative Action 


to employers and unions and to act as consultants in the development of 
Affirmative Action programs, 


Target group co-ordinators, e.g., the Native and Women's Co- 
Ordinators, should act as a resource for Affirmative Action Cotmsultancs. 
Their main responsibility would be to ensure continued response of the 
Department to the needs of their group but they would also explain the 
concept of Affirmative Action to target group members. They would act 
as a resource to  CMCs in the identification of potential target group 
referrals. Through the Affirmative Action Consultant they would advise 
employers as to particular artificial barriers to employment. They 
would also advise those employers adopting Affirmative Action adout 
community support programs and target group organizations. 
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APPENDIX of . 


THE FEDERAL CONTRACTS PROGRAM 


The following ouclines the essential features of the Federal 


Contracts Progran. 


Authoritv 


Authority for the Federal Contracts Program came from a 


February 1976 Cabinet 


voluntary adoption of 
emoloyment of women by 


Decision to launch a program to promote the 


Affirmative Action with respect to the 


those industries benefitting from federal 


contracts and by Crown corporations. 


Program Description 


The Department of Labour will send guidelines for Affirmative 


Action to Crown corporations and to government contractors on 2 priori 


basis. An accompanyin 


1g letter will encourage the adoption of Atfirmative 


rary 
“< 


action For women and inform the employer that consultative services will 


be provided by Labour 
eacoureced tcouexplo.e 


Adoption of 
set for the emplover. 


Materials will enliche 


discrimination exists 
advantages of tapping 


and Manpower upon ecto Employers will also be 


the programs and services available through Manpower 
2s a resource for their Arfirmacive Action olans. 


Affirmative Action is voluntary. No standards are 
Te is hoped that the guidelines and promotional 
en employers regarding the extene to which hidden 

in current employment practices. The economic 
under-utilized human resources will hopefully be 


a greater incentive than standards. 


Progress to Date 


The progran 


Labour-Manpower Steering Committee composed of the Director and offic 


is now being develoned under the guidance of a joint 
i=) 


y 
WY 


of the Rights in Employment Branch, Labour Canada and our officer in 


charge of Aftirsative 


action, Client Services Branch. The guidelines 


have been developed by a joint working ae They were endorsed by che 


CLC and analyzed by a 


sample of twelve government contractors. A meeting 


of the Steering Committee with these contractors was held on October 13, 


The program was presented by our officer and Labour officials 


to a sub-committee of 
Labour Legislation at 


the Canadian Association of Administrators of 
the annual conference in August 1976. Most 


provincial labour departments were represented at this committee meeting 
and they pledged their cooperation and support. 
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The Joint Steering Committee is now working on a cost-sharing 
arrangement to produce promotional materials. Manpower will be 
contributing $6 900, towards the development of an audio-visual. 

The audio-visual will be used by consultants in discussions with 
employers. Training packages for consultants will also be developed 
shortly. 


Working Relationshio with Labour 


The Steering Committee hopes to continue collaboration through 
a broader approach to unions, professional associations and to employers 
not included in the Federal Contracts Program. The broader approach will 
include minorities e.g. Natives as well as women. This is in line with 
our deoartmental policy articulated sim the May 29501775 scabinermspect sion 
on Manpower Policy and the November 1975 MPC decision on Affirmative 
Action. 
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